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The sreport conmuint LGt a ol ar o hatement Coovaliation and e

ommendations.  The backaround beging with Adescriptive Statoment ahont
the social/historical context vithin which Tnner ity Operates . Tho pecll,
of the disadvantaged warker will then he yovicued . Vinal Py Inmer City

Will be described in torms of Pt options, choswen miswion and presoent or -

qanization.

The background section will then be followed by an vvulugtinn Of
the human factors utilised in meeting the programs mission.,  fhe vvnlna~;
tion is in tw0‘|),n'f.s, representing ohgsorvat vons of tho evaluator and the
data yielded from a questiannaire administered to the program participants,

The observations includs the way in which the mission is approached, again
\

from a human factors point of view rolative to <kill training, counsel-

¥ ing and placement. Finally the obsermtions, will discpss communicationsg
‘ / L2

systems both formal and informal aona - staff and traince phpulations,

;

The summative portion of the evaluation vill report trisgee back-

e

grounds, their perceptions of training, counsn‘inq as well as placemrsnt,

Their recommendations and, qains will alsg be ocamined.  Lastly the re-

/ -

port will make some recommendations for constructive change in the pro-

sent model . . ; ‘ \
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PG TORT A INEHEN N RS

Inney City can be viveard an grosing oul i m!uill e ation. il
adult education has often taken place in the public Gectar an o cdtensiaon
pProqrams of high schools and colloges, the whole o remend x\ (qiven wider
attention in the United States in i?w- 19604 when a period ol anpara beled
prosperity gave rise to the possibility of meeting a demam shared Ly

political liberals and conservat ives alike - ;wwvzhlhul,nxuwaninutu! job

for every American citizen.
N

NEEDS OF DISADVANTAGED WORKE RS

It soon became clear that pmimciating the principle of equality

of employment opportunity was inasufficient. Racial minorities too oftoen e

w{thout the skills that cmployers deomed necessary for productivity.
Fuvthermare, centuries of economic, ndﬁcutional and civic neqglect had
presented society w;th some Tony varJuw bills. Hvangrnh‘dnno in the
‘19505 and 1960s reveals the following outcomes of centuries of oppres-
sion:
- That the disadvantaged were mnst likely to have dropner out befora
'graduétinq fFrom high qchnul! Adqitinnnlly assnciations
‘(thougﬁ not cqusatinna) had been faund hatween criminal be-
haviﬂr,_druq dependency and chronic unermnloyment (Fridman,
) 1973; Clark, 1970).>
- That minofitins notA;n1y had the highest unemploymen®. rlig,in
- eyéry’catqu?; of worker but were last hired and first fired
~ ¢ - -

~ as well as leadt robregehted amonq highe) categories of

- 0

" workers.
N \



Py
Ty faed the  DLoect b v e g e Pl Lo o et !
ol owchaating oy intn gl tho I%'ln' S b e Lo e !
divoriminat o (0 |‘,\!,”.‘f}n..”| o Cen vt

Departient ol Labor 19700 Ry aned b, Liedy

That weveral py 'nulw;.il A nneequene o e e abereaab el
{ll!.\/‘lnl.l‘li"l popal b tane, .l"‘u_v:ll whleh s Do ot P e
toward work, an inability to see canserppmnoes ot opresont
work efforts and tuture outcomes, an cgrerience of cultuee
ahntk\Wn rolating to prodominant Ty wntte work val bings and
finally higher worker attrition rates {Ginsberg 4 “olow,
19745 Mason, 1974).

Ihese findings can be analy-ed to portray TN n“ndn‘nf diﬂn[—
vantaged workers. The firet i+ the need for sbill barlding as exproessd
in the opportunity to learn marketable trades and to vork oat oa level of
literacy and numeracy necessary for functjonal pwrfnrmnnun ih mhat jobhe

which are becoming increasingly more techhical in natard/ There next

-

needs to be [)j.gy.(;ﬂh_r)"l_r)f_)ri.cq_] [;y‘(-_{)fqy‘,gti'?yﬁ in the 1orm of caunseling not only

to reorganize the different roles persons mist play in order ta satis-

factorily meet requirements of the work role, bub o provide ways in
! Y
-

which the relationship between et fart and, onteome may By oo meanineg-

fully perceived and facilitatoed, finally Lhere i a need for entrance

/
or placement in a job which offore tipancial <osurityv, stabilwty and a

future around which plans can ho rpade$ - v
\ S .

‘ N \‘\
’ el POYVAROTD TH CONTEXT

With such n“P&S clarified tt@%overnment intervened in the market-
. .

§ . ‘
* place to stimulate the development of the disadvantaqed worizer. HMan-

“power Development Programs, Job Cewps, Neighborhood Youth Corpsare but
: -

O
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At the time of i dincontioon . Taner ity o0 Cot ey BT
provide narrow-base!t <Ll teainioae Cor Pol oo bt ar-b oo
to provide a broader trainian whboLdd o aga e oteaiaane and
addreas isnues of qonoral dovelspsent ghich in "o e cnnbogt cnnko
to planfulness, sotf-actaalisation o nelf dieactdans nile the oo
option was chosen, "the fact that thin was done 1o 1740 ard acaing with-

out public subsidy, spoke tD A
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decade.
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- Tfhe jra1neﬂ populatlon at Innhr City igeone Lhat changes but also
~. “@ . '. ,

haq nome: rpgu1hh1ty The prnsunt adiminis rrator has maved the program.

. -

; from an open-e’!ny to a ch11(11 mode]i Thu? a group of trainfes are’
. . P,

{
adm1tted into Phase I a month—lonq orientation, where they mpet staff

~

and get a sense of the mission oF Inner Clty as vell as yet 1ntroduced — v,

to the product1on atmnsphorp ThIS product10n atmo;phero sppaks to a

n

need for p1ann1ng and qtructure as moda1ed by the staff. Tine is a pre-
A

cioueresource and dealE\w1th as such. Time cards Ire introduced and *

variances from time comnitments are confronted. The training attitude

*

~
that 17 rem1n1scent of school and lack of acc%untability js discouraged ‘\\
and the vigor and discipline of industrial wof% is emphasized. ' \\

Upon completion of orientation trainees go on to Phase Il and then

: o
to Phase III or placement. The latter phases ire strictly training and

Y

‘allow for a buildup of skill and establishment ( f a track record of

O

successful demonstration of work discipline. Phase I1I is used as
PR IR

- additional training for those not deemed reédy for placement. Trainees

are per10d1ca1i{/ valuared dur1ng their six months in program and given

-1
-

ra1ses for outstanding perFormance> as well as month]y bonus days for
perfect attendance and punctuality. Thus aside from negative sanctions
. . - ) s

for unsuccessfu] performance there are positive rewards for outstanding

porformance

The program has a p1dcom9nt leOrd which is onv1ab1e and which will

e
bo elaborated upon in the eva]uation section below. At this point it is :

, simply necessary ‘to understand that one of the ways. ln vinich the pro-

-

duct1v1gy of this prnqram is maintained is a str1ct accounring of the

number of trainees placed. -
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By way of summary it can be stated that hnw@»fiiy is Po1a?ofd'~ o
on-the- JOb traln)ng model for carcer devc]opmpnt pF disadvantaged wor-..

kers Thﬁs mode] 1s d]éo an example of what Hoygbrnfers to as the in-
< L .

dustry-based céareer edqcat]on modal (Hoyt et.al., 1972).. The program is

narfow—focused job preparation with a strong rtaFf/tramee ratio and
[ A\

with the emphas1s on successfu1 p]arpmﬁnt that ryp1f1es this modP] of
~

=n.manpower tra1n1ng Tne quality of that tra1n1ng is the subJect of gpws

/
evaluatron. : .

1' ) . ™ v. /

i
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f‘proqram S mlss1on _Thus, human factors within the program mission as
- ‘W .. [

‘Q\-;-f.\ PO . ‘. - R \ . . | y

N
' EE T tei VALUATTOHN

. J v -
ThlS evaluation propose:. to examine the degree to uhich htman fac-

tors support relate to or impede the.§ucqpszfu1 dgh1evements of thé

.

preV1ous1y deﬂ}ned include: =~ i
A Tra1n1ng o -
y -
J$unseT1ng ,
C. Placement - .

- 3 3 . . » ) “
In addition to the program mission, .communication as a separate but re-

lated/5ssue will be discussed. The format for the evaluation is dual.

Soft data in the form of observations and idterviews form the substanee

of the first section of the evaluation. Hard data in the form of student
leger

replies to a questionnaire form the second section of the evaluation. A

short description of methods follows.

'METHODOLOGY
The\eva1uator.submitted a proposal to Inner City staff and met with
Polaroid sponsoring officials as waell. It was agreed that the format
proposed would be accepfab1e for a human factors study. Betwegn\february'

and April 1977 the eva1uator appeared at Inner City and did the following

‘,,

tas :
ks: . ‘ » e
M Ihtervi%wed President and the Chairman oi?the Board, as

well as General Manager.
. ¢t : 5 .ot
B. Interviewed staff members individually.

-

C. Observed classrooms.

D. Interv1ewed 1nd1vrdua] tra1nees and provided rounse11ng~
N _

on a few occasions at staff request. ‘

E. Observed staff meetings.

® 15




F. Obseryed Appeials Board meatings.,

!‘G. Designed. administercad and ana]yzad\duestionnaire.
Hf- Examined instruments c@nrent]y used by [nnér City

upon request. . ” . i A

I. Assessed need For_and compiled a resource book for use

by-the program. -

OBSERVATIONAL FINDINGS
As previously mentioned nonempirical data are included in this sys-

tematic examination of training, counseling and placement as aspects of

the program's mission. Training is dealt with first. : - A

. égaining

. . . .2 . :
The training given at Inner City can be characterized as being of
) R

two types: vocational and basic educational. The vocational training can
bé furthér'divided into production and~é1erical skills training,'thoudh
it is.importdnt to note that tﬁe Tatter wés not the main thrust of the
program or even advertised as being available to students in the brochure.

Seopt B

Production Vocationh] Training. - This training at fnner City'representg

the heart of the program. It is around this basé‘that.training is promised
and most often de]ivered, and around thi; base that the program is able to .
meet part of its own cost. Thus products selected as well as formal and
jnformal skills taught become crucia1‘to this ovaluation - again from a

«

human factors perspective.

PrbdngEfﬁvésent1y worked on-at Inner City are frog's tohgues, two
flash gun assémb]ies and printed ID cards. Discussion with tthSenior
Planner revealed thatAprimary concern in‘produ&t:Se1ection had to do with

the simplicity of the tasks involved and the ability of.the program to

9 16




p}nduce sufficient ﬁnmhurﬂ in a roaconable enavigh Lime Lo vield J nel,
pror1t ‘In short th1r is a production decision. Mhile the decisdon is
a product1on one therD is input from a wide yariety of ,nuchs includ-
ing managerial and production staff input. There are occasional concerns
regarding schedule demands that may require wholesale movempnts of JTKH
Students to one product in order to meet a critical dnmand or the am—
p951t1on.of mandatory overtime. Such occurences “are certa1n1j frequent
enough in reality pfdduction axperiences but here it does serve as a

~ focal point for a problem embedded in the program desian.

The problem siﬁb1y is whether Inner City is a Jjob or a_training

program. If a job, then clearly the.traininq mission has secondary im-
'portance. It a training proqram, then two con<1derat1ons neceqeary in
product selection should be intgrnst Tevel and teachab111ty. In short
a‘simplé“taSk_may not provide eﬁough satisfaction for a worker to put
sustained time on and a task with Tow teachability provides fitt]e or

no'challenge to the worker. Given the level of job satisfactiqn in

: industry reported in Work In America (Special Task Fnrce, 1974) these
. L .

are not unimportant concerns. Perhaps trainee input into the process
of producp selection might be desirable. For 3 Jittle more time the
process might Have better satisfaction outcomés.

§glll§_observad being taught of the fQ:ma] type were formal be-
cause trainees spent 1ong ppr10d§ of time conscinusty pPrform1ng them

‘(a month or more) and were given instruction in how to-perform the .

necessary tasks. They were the following: ' ' ﬁk
A.  Assembling _ minute to gross, individual and team.
B. Uelding - sonic, electranic o A
c. Silk screen machine opera@doés.a» ‘

3
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1
v . .

D. Soitonhoard andd rocontion operations
* »
- - N “ '/

E. Calibrating

k. Inspection

G.. Packaginy

- . R l/‘ R ‘

Assembling- was by Ffar the mosk frequent task performad and repre-
sented the basic task in the program. While Teast demanding, it also had

1ittle intrinsic interest to most students interviewad. Few saw the tasks -

as related 'to any future reéward that could accrue to them other than to

get a job at tﬁe end'ofva painfully dull experience. Yet it was often -

on the basis of how well these basic assembly tasks were performed that

students were promoted to machine operation, inspection and more interest-

&

ing tasks. Thus tasks had a pecking order which not all students under

‘stood in objectiva terms.

. Nevertheless, while the assqmb1y’tasks offered few intrinsic rewards
most students were able to-relate to each other in the work groups around
which the tasks were designed. Thus one teoan assgmh1ed parts . of a fﬁash
gun oﬁ a wheel and fed é walder. A sense of camaraderie was observed
among those workers. Two welders vere p1aceﬁgﬁéxtto each other and were
able to keep a conversation tpat:passed the time.  This speaks well of
the planning and supervision function. Since evaluation was on an ob-
jecti&e numerical basis, supervisors were free to pkbyide help where
needed rather than éhforce work djscip]ipe continuously.

-Bn additional task group ynrrhy of sﬁecja] atteﬁtion was that of

4

silk screen operations. Uhile this too‘wasﬁa ropitftious operation in-
volving inking, feéding and inspection of printed cards, the physically
smaller shpp with a grandfatherly supportive supervisor provided an al-

ternative work experience for the worker who wanted to learn the skills

'is
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Laught or who had diificulty adj

. \\

. ‘- - . "
usting on a Targer floor. Here Loo,

som= comaraderie was QV1dpnr\‘hodﬂh machine noise and distance hotippn

most 1nd|v1dua1 wor«ars worked against a conf1nuous eonversation: be-

tween workers. Here: a1qo the fupnrv1qor provided help as. nerded and

more often performed shop chores

from those of the trainces.

'

¢ of his own, at times not very different.

i

/

i

For most of the tasks observed, 1itt1é in the way of special skill

" seemed required. Most workers seemed capab]e"of performing production

standards in their discussions.

A1 even understood the relation-of his

own task to the total task involved 1in producing the product. Varia-

tions in performance more often

nad to do with mor1vat1on than qpnera]

or specific ability as discussions with several supervisors and workers

confirmed.

A 3

Parallel to the formal pyoduétion skills, however, werc inform51

ones. These infofmai ski]1$ we
enforced. They more commonly d
observed in this instance to‘bé

A.  Task persisﬁgnce

B. Attendance

C. Punctuaiity

As noted above supervisor
time monitoring trainee persist
~ However, a fast worker could in
differently and sometimes did.
ducer was bare]y adequate becau

Most students, however, were ph

was no doubt aided by planned b

re not directly taught“tpough'they were
re*ve ferred to as work habits and were

particularly:

s did not- have to spend a great dea‘ of
ence as the numhprf d1d that for them.
stead of exteedingvhis quota spend time
More often: Lhe harely adequalte pro-

»

se of time spent do1ng other things.

\
9°rved to be unusually pprs1stont This

reak, in the day, a110wance for conver-

12 7Q
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" oation while on task ed oceasional peymission to play o padio while

€ o .

7

vorking. With very few exceptions the nature of the task itself did not
o . : S ‘
encourage persistence. L G
The isstres of attendance and punctuality weee somevhat dtfferent.

An cexcellent numerical systen of keeping track of lateness froquencies
- : - / '

and absence ratios a]]owed for continuous monitoring. Since.the pro-
gram begins at 7 am, as could be expected this provided the greatest -
source of program/tra1nee conf11ct and will be dealt with further- in the
questionnaire analysis. It can he §a1d here, however, that supervisors,
. i
the general supervisor and personnel staff all were “fmwalved in enforc-
ing this po11cy from the initial orientation of trainees until their
placement or discharge. Attendance is: regarded as the major work habit
in the prograﬁ; _ . | \

Though elearly a ccnmunication jssue to be discussed further he-

~low, the a11 pervading duallty of mission manifested itself here. Mhile

most superv1sors saw themselves as industrial production supervisors on
special assignment, the very nature of the program requ1rnd that 1n
fact . they be teachers. Further, if the research from vocat1ona1 edu-
cation has any applicability to this situation, shop teachers (super--
visors) do more day-to-day counseling than the paid counse10rs,(Darid—

son & Johnston,'1976: Peubens, 1974). The insistence upon adherence

to productjon schedules does not enhance the trainee aspect of the-

supervisor's role. The problem is one simply of role conflict. In,

fairness it must be statnd that some superv1rnr§ resolved thl” conflict

more effective]y than others. The trainee view of supervisien will

3

be discussed if the questionnaire analysis. Here it can be sudgejted

that there is need for role Alarification among supervisors anf\ietween

'

]



Lanagement, supsrvision and traineas,
9 .
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/ . .
From 4 humans faors perspective it could be arfued that the start-
ing time could h2 considered unrealistically ~arly.  lHowever, that is in
. : *%e' ' :
fact the time that Palaroid starts its own day sh iﬂ. (liven the travel-
ing $ime for the trainees from their inner city residencies to the often
: =
times surburban prospective employers, this time discipline is indeed

most valugble. In many- production johs the most important- factor after

actual production is

’

somewhat stringent

{

Jorker reliability. This training, therefone. while

é seen as pfbper]y reflecting the reafity demands

of the work situations in which trainees are likely to be placed.
Nevertheless, because attendance and punctuality are crucial vari-

ables in worker ;eiiabi]ity, some deve]opment of strateqgies to meet this

requirement might be useful.’ Curfent1y trainees are rewarded.and punished

7

for performance. At heart, however, trainee time management and 1ife

'sty]e issues may be remedied by counseling. Such coun5é1ing is in Fqctf”

done presently on an as needed basis by persoﬁnel anﬂ general super-{
vision. Howevef, a more proactive and systematic approach .could be
assigned to an onrsite counselor.

In summary it can be stated that product choice 15 made wfth eco-

nomic considerations which could be enhanced by human factors considera-

. tions. The #kills resultant from that initial choice of product tend to

’ '3 .
be repititious with 1ittle incentive for high productivity and little

connection seen in the relationship between berformance of simple tasks’
and training in complex tasks. The informal skills or work habits pro-
moted are both crucial an{ given more than adequatg attenfion by ﬁhe
responsible program persdns. In the 1atte? arca a deliberate approach
is suggeétcd which could be a duty of an on-site counsEJOr. -

1 21
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Clovical Yocational feaining. e l:mnm] rlllnr('rl m*’hn/ al obilly

ke uh,m vad fer the tonr mf:nrh p(*mr‘xl January throuah M»C 1977. Thp

teacher 1nformed the oy J1Hdt0r that <hé had t-mnofar11y higd the assign-

v \
ment’ the brevious year as well. In that this area did not sé}m a cen&vd]

focus of the program, little time will he spent on 1t he

the fot}gwing skills Qére obsefved beinfj taught:

- A. Typing : ¢ ' .

B._ Switchboard opération ., %
Basic typ%ﬁg is‘indeed the crucial clerical skill and most often in
demand. Some clerical trainees get additional office practice skills |
as well. The basis for a sound program exists in use of a selection in-
strument,,ﬁ;ping equipment, and aﬂ-hqpse c]eric%l tasks that provide
on-the-job training. Space for the é1éssr06m was poor hy‘most standards
but appa;ently the best that could be prqvided on. a ard hoc basls. In
speaking with the teacher an evident heed of qucomo;t counsg1ing was
necessary for one student whose personal issues were interferind with
placement potentia]. The‘frequency of such occurences among the full

range of clerical trainees is not‘rnown. Nevertheless, placement counse-

1ing would seem appropriate and needed. More important, however, is a
. ’ Var

‘ba%ic decision around whether or not the program plans to remain in that

area. Since clerical trainees cannot be expected to produce in the sane
way as production.trainees, there are ecoﬁomiC'considerations attendant
upon - that programmatic decision. The cost in human factors terms of

an ad hoc program must be considersd as well. The nmorale of thesteacher
who will be temporary and of trainees who are viewed as differont must

also be considered in a final decision. ]



+ 'w . / 'ﬁ 2 1
“ ¢ - ’ W ' :

© oy e B o
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of marginal marketable skill in a short four ronth time pociod, given
; .
2

Sn1eqﬁivity on the pért of the program. A basic "keep or drnpf rﬁqisjup
appeargxto be réqpired at this‘t{qe to prevent a cpntinyad ad hdciﬁe_
sponsé on an annual basjs. ) | f J . A
_Bp§ig_§gggg§jgp§jvjr§jpjpq, The education progrém at Inner City shald

Be di's cussed in terms oF its content, ité recipients and briefly eval-
uated in terms of observed strengths and weaknesses. Vhile the program
is described as basic, fhevlapé1 is somewhat misleading. Preseébndg}y
level training is given to ach%eQé the tRadiiinnal definition of func-
tidna1~1iteracy and numeracy: the eighth grade level of functioning.

The training is also basic in that it is‘sblejylanguagp, mthematics,

and when sufficient numbers warrant, English 'as a Second Languaqe.
Hoagver, the program does provfde pre-Generé] Education Development
training Eo more advanced level students of whom there are quite a

- number considering the otherwise disadvantaged nature of the trainee
population. While pre-GED training is hardly advanced, it is simply
noted here thaé it does represent training beyond the rudiments of basic
literacy and does represent a step the program has taken in the direc-
tion of a broader-based development.of individuals.

As to specific content, the proqram has what appears to be a strong
reading and language usuaae program that is tailor-made to students’
needs. Students are tested in Phase I and assigned to one of four in-
structional levels - a move towards homogencous grdupinn viithout the
ohservable stigmé associated with such an enterprise.b Students at the
most elementary level are taught phoniés utilizing HIP Readers, a. text

especially designed for disadvantaqged aiy]ts. At the succeeding levels

6 23
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t .
crwlents are taught vecabubary s vacd cocogqnibion oo e blinad by It

_16V§1 IV given GED prenaratibn.
. ST . ‘

A‘J‘)ath is taught using a sinmiiar paradigm of four Tevels hetinning with
ad basic level and working up to level IV, where students qo beyond deci-
mals and fractions and berjin pre-algebra and numerde conconts. Students
are initially assigned on the basis of testing and achiovenents.

Classes are held from 7 am to 9 am each morning. Students must

punch into work, as classes for those assigned are in fact a part of the

normal work day for which they are paid. Not all proaram trainees are
-students. Trainees with high school diplomas of who already have GEDs

are admitted to class onTy on the bases of low test scoras and available
space. Trainees who latér elect not to‘attend classes do not have to do
so but ﬁay work in production instead. Also trainees who later elect

to attend can be admitted. The classes therefore have a higher motiva-
tion level because of these twn alternate mechanisms. ~ |

.Classes were abserved, ;tudent:, teachers and the coordinator were

all interviewed. Teachers were found to have adequate preparations anel
good levels of rapport with gtudents. ‘A wealth of teacher-made materials
was available. There was much evidsnce of concern shown by teachers that
the material have an ddequate interest level. H%1601m.&;ﬁ ﬁggnhinqrnphv
vias }ead alound in one class for examnla. There seemed to be great effort
to meét students at individual needs levels in rach class obseryed, Ehoudh
the observations were admitterdly short. Math is an area of basic concern
both in terms of its value as a survival skill (i.e., balancing the un-
manageable checking account) and as a job skill. Since most.wnrkerq are

preparing for production positions, higher leve positions necessitate

higher levels of computational skill,. These st ills are learnable and a
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Aruitoxt provided by Eic:

r

plothory of wmath provices oo 0o G Dy Th g e ek o
»
in a4 learning resouccs conlor could yon o R I AT IR LA I R R L
do their own learnina on.  Simply put, couipning cach o contor cagld be
. | b .

.

done with an investment of 310,000 foar math and roading matorials, Studens,
vwho wish to use their hquaks in that way, or sihe wish ta redain o fonw \ )
minutes after work could make use of cuch materiats, e materials could
La self managing requiring Tittle if any eupfrviﬂion in thoir use.

In short it can be said that given the averane iy ronth period train-'
ees remaimn in the program, at bost ane could exosect an orientation to
adult education as a legitimate outcome of basi - eduration classes. If
follow-up could be instituted to soe how many byginning qtudents.cbntinue
their preparations for GEDs or further educatinn, longer range offects
could be assessed. From a humin factors prospective thore is P;idﬂnﬁﬂ
that frustration at inability to Wové snough =tudents to an ohservable
socially significant achievement Toval such as Lhe GFD exists. fGiven that
reality in terms of the various entry 1evels that exist, some sart of ed-

' . . :
ucational self-management systein appears more appropriate as a’reasonable
goa{. Further e]aboration of what the particulars might be could well lio
within the staff's own resources under some guided interactions.

A further observation within the scope of basic erdncation is 4 pro-

N

grammatic one. A way shauld be found ta serve all trainees who desire

A ]
academic training not just tho-e who o not have dinlomas and Tow achinvement
scores. This would be further wovoment in the divection of broad-hased
dovelopment.  Students with GEDs ar diplomas nood not end their educations.
Ihe fact that many emplovers subsidize oducation and that so many of the

pregram's own staff are continuting their own educations speaks to the

realization of benefits accruing from such an pxercise. It would scem

A
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S daliced training oL til]o Jedesobhie progra st aeah
In aummary it ocan b it e fon b Tre Ciryoin Y i it il

i tividualised

Lo advanced compoments. The cteonatnoofb the prom

inereuction in reading and math. o Statf frustration b e chserged,

no deubt caused by the short duration of time traineos can Lo worked with,
A tratning resource contor, more systematic deyelﬂpw%nt nrogeam and work-
ing towards design of an cducational self-mandageoent systemn have been sug-
gestad. Further observations will be reported 1. Lthe qua%fionnairn analy-
5is below.

Transferability. The issue of Fraining has been discnssod in terms of
various skills taught within differnt aspects of the program. To the
oxtont that skilfs tauwngnt are transferable, Tnner City will have proven
itself viable as a training program.  Cevtainiy the infaor=al production
ckills of attendance. punctuality and Lask peraistence neet that roquire-
ment.  Clearly also the basic aducation classes meek that requirement

4 well in an increasingly technoleaical Tabor force. it i~ in the area
of formal production Eraining, howoyer, wnere Innaro han 2/ irds of traineo
time is spent, that issues nf trnnﬂferdhilitz are cloarost . Packaqging,
uelding, calibration, inspection, i1k acreen work and office skills are
all readily transferable Lo one dearec or another.  ALL ot these combined,
however, are less than half the job, available. The n}nqlw Taraest cat -
qory of posjtions i that of aseonhlor.  This is alsn the Prast frans-

forable skill. So aqain, the question . remaing unrosnlved in oyet another

quise - is Inner City a job or Fraining program.  [tois Shill irposaible

far this evaluator 1o answer on the hasis of this avidence in this section.

ERIC | "

Aruitoxt provided by Eic:
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L oclearty has qualilics ol hoth, Pv}hnps Chat shall heoits arenglh.
[vq[uqﬁipnl Fvaluation oxamined as a program clement io found Lo heovory
much in evidence from the very highest policy making Tovels of Lhe pro- '
ﬁrambto the ultimate judgehent about individual Lrainev‘pffectfveness.‘ ,
EVJiuation can be seen as a Formal, built-in structural evaluating mecha-

o nism and -informal, representing communications lines hotwnnﬁ staff mem-

bers.,” .« |
Beginnihg at the program policy Tevel all production is put on a

schedule basis. Additienally, in&yvidua1 supervision and trainpé\ﬁ? duc-

tivity is measured ré]ative to the achievement of projected production

goals. The human factbr offect of this evaluation at the staff level is

of course the maiqtenance of the staff's own work discipline andlpersona1 .

drive. The atmosphere has a certain level of tension that must accompany

such a system. An unfortunéfe outcome of the:system, howevef, is that it

does not reinforce any alien "trainer” predisposftions which supervisors

migh{ have broughtto‘such én assignment. Productivity and commitment to

parsonal deye]opment of others can often be wedded, but seldom without de-

‘liberate efforts to bring about this happy union.

3

At the trainee level issues of time and attegdance'are dealt with

1]

quite objectively. The frequencies azﬁ/;g;éos are indeed excellent feed- -

. - N \_/ . . :
back mechanisms which workers can 211 understand even if occasionally

rosist. Trainee responses will be reported in more detail in the questionnaire

‘analysis below. _ .

Movement through phases is usually done throtgh personnel review .

! f
N P

boards where supervisory, production, personnel and management sgaff are

all represented; The frequencies and r5?}q§ of.éi1 students under {con-

L .

1) . . 2t R
sideration are examined. A checkoff sheet was given the evaluator and
_ ' 3 : N ’

1




FQ{IJiH changes are Lugaested to ohijecbify the wyatom cven more ., inbro.

ducing a numerical rating system hasoed on a uniform Spoint likert scale,
N 3 .

.- o

Pt Howover, a fuller narrative is also suggested which could vequive that the
. \

supervisor actually take the time to give evidence of knowledge of the

trainee as a person rathéqtfgan solely as a worker. The revised rating
form is included in the aapnndixn Since most supervisors already have
_this personal knowledge it should be a small task to ask them to write

more and would also, give structural expression to a concern for the trainee
. 4

as a persou'éﬁagain moving towards broad-based development. L—/‘\\\
. . N
Within‘the realm of infotwal evaluation, feedback is constantly.given
trainees by supervisors. There is sometimes encouragement and sometimés;‘
a transfer of tasks within the same shop is, retommendad. Informal eval-
uation s sometimes shared with anﬁther supervisor when-a transfer between

shops is desirable. ‘A11 supervisors report outstanding evaluations - posi-
7

tive or negative - to the general suparvisor who often is able to offer
< Y i

advice or interventionjwef some kind. When administrative action is re-

» /: -
quired or when immediate placement i% feasible the personnel person is

brought into the picture. Clearly again these are situations which are
exceptidnal circumstances. The average trainee gets only perfunctory j
i . ;

. evaluation. The need for ongoing counseling is evident here.

Iﬁ'summarj it can be said that the program teaches skills Erat are
transferable to some extent-put also has non—transferab]el}ki]ls in fully
half fhe spec%fic ggrk’a;signments. Evaluation on the Qbﬁer hand is.

a constant and pervasive qua]iﬁ& of the program and it can be said to
on balance more positively than negatively affei;t the program. A few sug=""

gestions for improvement were made. Training i. seen on balance as a

strength of the program, particularly in its informal skills training

N <
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around work habits.

Counseling | .
S The =sond aspect of the Inner City mission pavadoxically s dealt
with only indirectly. This is recognized by the staff in intervicws held

w1rh the personnel administrator and teachers.

The most immediately upp]ucah1o counseling is career dnvo]opmgnt A
" life p]ané1ng workshop has been run and career discussions have been held
in'c1aSSrOoms. No pretense has been made, however, that thesé efforts con-
ét?fute a systematic approach to adult counseling. Again the narrow-based
option heregpfore fo]]oﬁed has not allowed for that. Student concerns in
the area afé'dea1t with in the questionnaire analysis.

Other types of counse{ingugenera1ly designated as personal does pro-
ceed on an informal basis usually in the form of "problems" referred-to
personnel and/or general superv1s1on persans. Uhile the efforts are well
meant, neither feels that they can substitue For profe<3iona1 counselors.
Without be]abor1ng the point further, this eva]uaror will s1mp1y cite some
“data. Inner Clty s 1976 Human Resource Report in the appendix indicated
that 211 trainees entered and left the program. O0f that nupber, 76 or
36% were terminated or resigned. While some resignatfons were positive
(i.e., offered a good job-or school) there is some slippage which Cou]d‘
possible be helped by effective counseling. The beneFit would result

in less attrition. It seems el understood, then, that counseling would

be desirable for the program.

P]acement

_ : . |
In the production oriented environment that is Inner City, placement
has a high priority. The cost effectiveness system of evaluation and

production scheduling includes placement as_ another prodﬁctiqn item that

-
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mus b bo produced on chednte, lln I.hi"" insLance Lhe prpsaare r-xm'tv‘c.l hy
cthe system was not just Tor numbers bt quality |)'l-'(|r‘f-||i¢'vlf'fz ()‘f graduates.
Placement will therefore he‘ ‘oxnnn‘ned from the hsr'r)qmm data relative to
ratios. It wi]] further Le examined as to quality.

According to the report proviously c[ted for 1976, 135 of 211 or
634 of trainees ieavinﬂ the program were placed.  This h}t rate compares
favorably with vocational high schooTls and veéy Favoragly with}public
adult training programs whiﬁh tend to hit at around the 50% rate with quality
‘not guaranteed (Ginzberg & S;1ow, 19745 Reubens, 1074L*_ The majority of
trainees were hfstorica]]y placed with Po1ard?d.until 1974. In 1976 only
53% were. These results reflect the efforts of the personnel administrator
and the generé] manager, the former particularly in being involved Qith
egtablishihg contractual links with outside blue chip employers. Trainees
are aware of the formal skills requirqments that go into placement deci-
sfons but in interviews with the evaluator sgeﬁed“to know 1ittle_abo £
any other reguirements fo; sbecific placement. Such pérsona] factors aS
confidence, persopableness and.other Tess objectide considerations must
‘enter and communicating.that information in a p]acementﬁﬂptgrview bgcpmes
-prablematical in the aﬁsence,of a prciexisting counseling relationshiﬁ.
There is, therefore, o%pecid]]y among trainees who waré 1onger én-the
program, muéh cynicism about the consideratioﬁs that qo into p]aceménts.
More trainee feelings about.plai?menfs will be discussed in the questinnnaire

analysis. Generally it can be said that the number of p1aceménts, regard-

less of whether all trainees know it or not, is |ndeed of a magnigude to
‘ AN

-be expected onTyffor on-the-job traihing programs;. ~
Quality of placement positions can e illustrated from a répresenta—
O | . -
tive sampling of 1976 placements- o
€ ..

bR
e




Clerk Lypist
A;sombfers
Assembly operators
Inspectors
'Solderers .

\/ris listing would have to include a number of welders to reflect antici-

pated and proven 1977 placements. The 1976 firms placed with include:

-

Banks
Insurance companies
General Motors
To hbaate for 1977, General Dynamics and Digital Equipment'Corp. would be
added. Starting pay on jobs has ranged dugping the current year from $3;00
-tqﬁover $6.00 hourly - enough)to support a family and plan a future. It
~can thus .be stated that Inner City has indeed lived up to its promisa with
both high quantity of placements and.exce11en§\qua1ityb» The program has “
been a resoug®ing suécegs thi&faépect of its miésioE:
g/d:ad resound1ng success in this area, there}afe

XS .
of course areas.which could be improved. Placement is current]y the pro-

"While the program h

duction oﬁ£come of a single persbqpa] administrator. The administrative
préss is to meet'tae)auota by find}ng jobs, then Tinding trainees. Uhile
a9a1n thws has had h1gh success, it differs from a more systematic counsel-
ing approach to p1dcement. It is in fact that d1ffnrenrp that d1fferon-
tiates between carcer development c0unselors and gob_f1nders. In more
service-oriented programs these functions are sapar&ted. While in all
féirness to Inner City, it musttgg_statgd'that fh; current personnel

function of the program is understaffed by one,'thare is no indication

' that a truly counseling function is or even could be contemplated for
<>
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Lhe second persowmel stafbfor.  So agquin there i need Tov commseling,

- 4

Quality placements are Lhe'numhnr of individuals placed on now jobs
of some substance. While current pwrfnrmanée iv adimivable, follovw-up dons
not currently exist. The roadef in reminded for example that basic edu-
cation more frequently does not reach a milestone point at Inner City. HMore
oftan the possibility is held out and steps beqgun on the road Lo prepara-
-tion for taking tha GED. One af the paradoxical factors attendant upon
securing a good paying job is that the relatio)ship,between education
and financial reward qprs quite obscured, and ranIns so until the workpr
has to compete for employment again asa mpmbew of an ever gnore oducated
Tabor force. Educationg] planning which could jdentify resources which
could be followed-up on for continued personal developnent m1qht stlmu—
late continued growth on the part of graduates of Innﬁr City. Follow- up
'mechanisms £0 encohrage use of resburceé is now the current thinking in
carper education (W1rtz, 1974; Hoyt et. al., 1972). : : v~v

N

| / F1na11y the area oF personal growth could be genpral1zed even fur-
" thér:. If a truly genertz 1ife planning p;ocess were part of Inner City,
indiQidua] -graduaffng would not just have a good sense of their economic
t selves.. T ey would also have a hottpr v1nw of ways to actua11ze their
social- psycholog1cal selves throuqh batter choice of ppr onal Teisure
activities and w1]11ngness to exaﬁlﬂe new ways of pursu1ng 1iFe- en-
hancing experjences. For example glven the pr1cP oF thpater r1cPeﬁ nd
'\\ﬁhe social shobbery that surrounds theater going, it is a safe bet phat
few trainees have had that experiente. Yet a dance could cost twice as
mdch. The program cou]d'whet‘traiéeésaappetites by organizing trips
to the theater,‘to art exhibits, to dance performahces, to ski tfips
vand other means of.enjoymentﬂ. This, therefpra; represent; a.view of
) ‘ \.‘ .v‘¢4-- ; 25%.':323




placoment which gues Tar hovond job tinding and into bhroad hacod personal
- T A

dovelapment as previously desoribed. -

In summapy tao-numbers indicate o better than 3/75th's placement yaloe
for edach trainee eqteriqﬂ!thn program in what are indiﬁpukuhTy.quality
placements. The jobs are at an appropriate lTevel of skill and with qood

+

remuneration.  Suggestions are made for follow-up-activities in the way

of personal development. This aspect of the program's mission is unequivoc-

ably met.

Communications

Comnuniéation at Inner City aé in many orqganizational structufcn s
complex. It entails comhunication among persons at the same level as ;
well as those bétweén different ]évels: Moreover, it entails fﬂnctiOndi
lines of communications as well as structura]‘éhes. o ; l

The létter because they are more concrete can be examined first. The
styﬁctura] Tines of communication are simply those formal systems built

into program operat1ons to insure Commun1cat1on§ hptwcpn program members .

Structural communications systems were observed to he the foltowing:

A. Staff meetings N
‘ W
~B. " Personnel meetings o ‘
C. Review bOards\“#/
~ D. Appeals boards
o Staff meetings are self-explanatory and fnpmpd to be dovotod to re-

-

ports of productivity and feedback from the planners and accounrants
Tative to the amounts of projected perfor@%nceﬁ that h1d heen ach1eved
There were few surprises and no discomfort noted, Teading the observer
to believe that all of thfs data had~beeh‘previou94y known and shared

-

by the concerned parties. 'The_ro]e of the genera]’managén was to pu§h
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Fon production hual o o tolally nonthercatoning manner o Ihoa. otalb e
ings vepresent management=statt intoeacY ione .
, : . o
CPersonnel neetings may or omay not o include roview hoards.  They are
stuply discussions about trainee productivity, recruitment, problem solv-

i

ing and pla'cem'ent. Relative to recruttment a slide <show was screened and
feedback ('Hci*.e(l.= Production staff was made avare of new placenment ;;h";'_;h
bilities for‘trainews and this scemed to’have been generally mntivatinh-
ATl staff present scemed to feel perfectly free yo take pa¥t in the pro-
“cess with no evidence of personal threat or need to attack a fellow staff
member or management. | .

~ Review Boards were supposed to meet periarlically for purposes of
assessing student progress. In observing one meeting, fhe‘observer Tearned
that there had been a timelapse of months between hmet?hﬁs (October to®
January) when in fact they should have been mnnth]yl It is iupéﬁzgnt
to note that informal communication onsuea.' Clearly the\iéqving of one
of the personnel people may have overloaded the romainin‘a‘pnr&n and
somgthing had to give. MNevertheless, this is the tangible mgans by which
students are rewarded by being moved frdﬁ one phasn'to‘annther and by
being granted pay raises.* Itthus has some importance f%oﬁJé morale point
of view. The review board form has heen discussed previously and the
changed form is included in the appendix.
| The eva]uatof was invited to sit in on a few Appeals Boards meetings.
When a.trainee is terminated and wished to seek a hearina, he is iHQited
to an Apgeals Board. The firing supervisor is preseng'andlacts as prose-
cutor. Usually bresent is the general supervisor and personnel person.
The general manager chairs the meeting. The meeting is definitely advef—
. sarial, the staff member has made a charge."- Heverthe]ess,'the trainees:

[
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\ networks. The assumption here is that communication always goes on; the

R .-’\dy{p

dita lteaves 1iteds ranm for plee ather Phan «‘-‘-:g'mni:\-! tivg Checme bancoe
Ihe general managor appeared ot Coanicant ot dthe cvaining micocion of the
Drogram. O occasions . a voconmendal fon Tor Lermination is reduced tooin
definite f\n':.nn_nqim; or nrobhalion, b ‘
The terms of the probation or indefinite cuspension ArO COmMUN ca l,(:d
orally. While Aarity is checkod at the meeting, the cmoltional prossure
\*clt by trainees may in fact trigaer a selective memory reactfon in long
term reca]f. It is recommended that weitten terms he added to the oral
" commnunications. Additinﬁally. the abaence of any persons other than
staff at the Boards may add to trainer intimidation. tpainee repre-
sentation aon that Board miaht add crodibility as well as enhance trainee
self-government activities. The Appeals Board otherwise seens Lo serve
its functioniwe11. q") | )
,. The four mechanisms seem to work wrll but operate on a monthly basis
,
generally. Therefore it can present only a small part of the communicalkion

picture. A larger part can be seen from examining the informal Ffunctinnal

\ 3
\question is whether or not it is positive.

v
A
Al

If one examines the intrastaff natwork it becomes ap@ent that tea-
chers and production supervisors see trainees differently and have little

communitation betwern each other. There are occasional requests from super-

1

visors to teach content arcas of immediate relevancy to the particular ey,

production. A meeting held at the request of the cducational coordinator

reborted]y providéd a froer and more frank interchange hetween these two
staff groups. It would seem that at Jecast twice yearly such meetings

should be held. : o
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RN EUI AT oot alt there e b o contant ot ab ion Mhile

e City is a wholly separate corporatan, al b enpdoycee . are I‘Qé.n‘(»i'l
I‘I'II;-IHY(""Q. Paveay e, not o all emplavees are divectly vesponciblbe to ITnner
City management.  Accomtbing for cxample reports to Polavoid's accaunt ing
department as does cducation veport to the parent corpmation.  While this
Toads to divided loyalty imposed by the aystem in the.e two <taff groupings,
a shared Toyalty to the general manager in evident in private interviews
-

with w1l staff membprﬁ. This shared lToyalty is no doubt enhanced by the
fact that each Staﬁkmmnhnr had been recruited by the general manaqger with
the exception of the silk screen supervisor and qgeneral Yupervisor, bhoth
of vwhom predate the grneral manaqer {n the brnqrunul

. Another issue‘tp be discussed. however, is the felt Joyalty of staff
members to Polaroid as distinquiﬂhud from loyalty to the program. Clear-
1y all staff members with the exception nf the teachers were most loyal
to the parent corporation. They had other assignments prior to coming

¢

to Inner City and planned better assignments upon 1eévinq the program. The
outcomes are dual.\ One outcome has been a fnniinq among staff of being
exiled while in the prograh;with a certain rest1e57né;s to get back to the
“main stream" of the parent corporation. While consequences of that atti-

tude in relation to traimees have been hard to assess, there dd seem to be

a certain harshness not shared by the majority of the staff who had these’

férlings in lesser dearces. Another outcome has been a canscientious
pursuit of excellence in recaqnitian of the r%1atinnqhipn between what vas
done at Inner City and future prospects in fhe parent corporation. On
balance, on the basis OF'tHe staff interviews it can he concluded that
loyalty to the parenf corporat%bn has had a positive effect except when

it resulted in a negative program attitude.

.9 36




O ot ey comegnie abion ooy vedd anong o bt Teve T uan Byl o e
crprosced without intividgal cxception. recdom Fa doaore Than & nar civily
dotined tasth in a very dittereatiatod corporate temcbn e uas one of the
highest <ources of atatf qatistaction.  bveryone from the qenecal mnasger
down felt the freedom to do o variety of things in a4 tvoo enough atmaspher:
to allow for personal experimentation and growth, Thos o ‘.u;)m‘.'ia';()r' could
make placement recommendations . a teacher could mrke personnel veconmen-
dations and an accountant could function as a comptraller very early in
his career. The freedom ot Inner City preseniod chaltange and this was
supported by the atmosphere fostered by the neneral manaqger among others.

With regard to staft/trainee commmications there appeared Lo ho the
constaﬁt daily contact with supervisors and predictably less commumica-
tion with senior di speciatist staff. Thus, plamars and accountants had
‘minimal trainee contact. On }he other hand personnel and general super-,
vision had fcequent troubleshonting kinds of relationships. When there
was a need for mandatory overtime for exaﬁp]e, a meoting with the general
supervisor and manager was-held. Communication did gn on hut it vas not
necessarily positive in that a number qf traimees raised tﬁo issue in
‘personal interviews. There was apparently littie consensual validation
of the need for mandatory overtime.

On the basis of the above it can bhe concluded that trainees feel
somewhat distant from senior staff - that their concerns are not regard-
ed as important. Perhaps one wvay of alleviatin) that issue wonld be-the
formation of a trainee council. This council cafia nogotiate with
management over crucial issues and also give workers some experienge in
having an 16put into policy deliberations. Whif?'such a stance may scem

. ,
radical to Inner City, it is precisely what labor unions do and what smalier

30 | ‘
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EIHTERANELE RN bBovgreatog to don o e Lo e ey T v

n batance F in b ottt vobe contiier o seas b o e v o
particularly, as noted above. 10 oan he sadd that datrastatl cormmni
tions do not always aperate pocitively. 10 conbd al-o beoonid that the

formal <tvuctures are therey function welbd, and andecd needd ta beoin
creased. Communicaltions, therefore, af Ioner City a0 in ot organisat o,

has come voom for impravenrnt but cannot be caid to b tatally negqat vve.

PP TIRICAL FINDINGS
s
This section report< the resultya of analysis of o questionnaive dis-
tributed to student< hy the cvaluator and some teachers as well as prodoc-
tion supegyisorﬁ. It is included in the Appendix.  The guesfionmaire wis
{
desigred to elicit feedback from <tudents about their perceptions of
Inner City generally, and the mission components <pecitically. lhe instru-
ment was distributed to staff for Lheir reactions prior to student dis -
tribution.
Forty students completed the questionnaire, 17 males ond 23 femalos,
- This . represents mare than half the trainee population at this time (April,

1977). While not every student answered every question, only in instances

' <
. ~

when the response rate went below 230 were special nntations made in
-
accompanying tables. The tables and findings arr presented by mission

goal and introduced by background responses.

Trainee Backgrounds,
Trainee backgrounds are dealt with in order to portrav the normative
lite experiences of individuals entering the programs.  These are precen-

ted by describing thé.demographiC§ of the population, their immediate work
‘ (f . e

and educational histories and finally their program entpy behaviors. /

\

N
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Fable 1 oindicates af this weiting that females had o mecdvan (middle
\\
Fifty percent) age ot about 21 years. hoy ranged in ages trom TH-40 yvioar
Mites had a sTightly higher imedian of about 208 vears bat o much nareouor
rafrie ol ages, 19-31 years.  further examinat ion veveads 350k of the {o
miles to be under age 24 years.,
Fainily Status

Trainee family wtatus is defined by marital <tatu. and precence ot

children portrayed in fahles 2 and 3 capectively.

l.llvl_(g_'}?

Marital Status by Sox o in Porcents

Married ~ Single o Div/Cap . ~Total
Male 35 53 17 10
Female 9 : a7 , ! ’ 1n0
_ - . .G
Table 3~ ﬁ_Prrhsen_(tAnr of Children bv Sex in Percents

= F ,
‘ No L ‘ o Yes o 7 _ fotal

Male 41 59 ' 100

lemale 52 a8 100G
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population where aboagt Wl hovee oo e o b ooy 12000 g 1

-~

Pales alo have Wil hen oo ot Thoas poonon ta s hat e ot

“aangle but to o raller e Yoo be canc bavad ey e e o thyt

vhide half the trainee population bay childien,
to be unmarried.
huppart Systoems

Support systeses consast here b biving arvangenent oand o coonrce ot

Pablea 4 and 5 peepect iy ly v living arrangements,

cupport, diwplayed in

Town tamily” is taken to vean the poroan having a4 soparate hogoehold with

therr own childres or nocbear fami]y Ttodntlery froe Fiviog with parente

or relatives largely in roapona i gty Tewed o 10 o uppart

"hustin® refers to the Sind. of activities, leeml and i1 leqal, that un-

etployed individual . ongage in to coopomically onvive - The tablea die -

play the data,

i

Table 4 Living Arrangoaments by Sex in Perconte

(wn Parent/
Alone Family _ Roalatives B - Total
Mile 6 L1 35 170
Female 39 ER 27 107

O
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Table & Source of Support buring Application to Inner €ity by Sex in Frerconis

Full-time Part-time - Unemp. ©

“Work w%rk Parent . Welfare Ins. Hustle Total
Male 52 6 18 0 6 18 100
Female 47 14 10 5 0 24 { 100

T?ble 4 shows the‘s1ight1y older male population to more frequently
live with their own families than females who were as likely to be 1iving
“alone or with their own families as their single status Qouid lead the
reader to expect. Inferesting]y the number of males 1iv1ng\a1one is very’

small. The family responsibilities of males become clear here_as.they re-

vl

flect the general population's dependency on the male for support. This
is again reflected in the older male population's greater 1ikelihood to
have been working full time at program entry. “In fact the1majorily of all

been working full or part time. Thus while the popu-

trainees seem %0 ha

ged, they are not totally unacquainted with work.

lation may be disadvan

Last Job Expenience and Education

E . .
Months spent on theﬂ]ast job prior to Inner City and highest school

grade cqmp]eted.are'portrayed'1n Tables 6 and 7 respectively.

Table 6  Months on Last Job Prior to Inner City by Sex in Percents

0-3 mos. 3-5mos. _ 6-11mos. 12 mos. Total
Male .19 , 37 19 25 100
Female 40 ¢ 25 5 30 " 100
| ~ g
- , |
34
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bable 7 - . Years of Fducation by Sox in Lorcents .
9thor less __ 30-11 _ HSh___ ____ Morew_ _ Total
Male P12 29 53 6 100
Female ' 22 35 39 : 4 100
L s E ‘ ) ‘:

Table 6 shows that both males and females on average spent only five

months on their last prior jobs. More than 1/4th are 11ke1/ to have spent

\

a year or more but the largest group of females - 42“ - spent 3 months

!

or léss. Some aspects of disadvantaged status begin emerying, particular-

ly for the older male population. They are likely to have worked but forj)
f

only relatively shorhﬂperiods of time at each job. The jobs for both

.groups consisted of machine operation, janitors, clerical help, cooking
and'other Jjobs, some better some worse. It.appears that most be]onged to

the secondary ]abor force characteg1zed by 1ow pay and high turnovpr with

- 1ittle eme}ey”é r]ghts (Ginzberg, 1970) Malg education was at sthe high

schoo] graduate level at the medIan ‘and 11th'&>?dp median for females.

In a less. competitive world high ,chool graduatlon shnu]d assure entrance

ey
" to emp]oyment segur1ty HoweVer, 80 of the U.S. popu]atlon now finishes

" high school and the press is &or post-secondary training (U.S. Dept. of

Labor, 1975).- So again the trainee popu1atio? is disadvantaged economic-

ally. o

"% Entry Behaviors

Thgse behaviors are characterized by the'pefiod of time the! program

was known to trainees before ‘thay acted upon that knowledge and the time
& ' . . B
delay between application and acceptance. Tables 8 and 9 respectively

o ' -

portray these results. . . . .}

. S 35 42



';..m& H Montns o Ynowledge of an r City Prior [r) /‘m)l e (xl ion by
e DX 1:1 l“lrc(nrt° R e s e an e
O-1ms. . 2-3 4-6 ... More ___ _ Toral
. male T 18 18 23 100
\Egme1e 22 26 % T 26 100 -
| - | |

Table 9 Months From Application to Acceptance by Sex in Percents

- . ~—

0-3 mos. 4-5 -~ 6-9 Over 9 Total
Male ez 18 : 29 29 100
Female 56 2 13T 9 . 100 ¢

7 ——

Tab]e 8 shows males most frequent]y know1ng about- the program the
same month they apply. Fema]es seém as . lTikely to know ifmediately before
’applylng as more than s1A months before app1y1n§ As for acceptance.
portrayed 1n Table 9, more than half the females viere accepted w1th1n
three months of app11cat1on while males do not reach that frequency un-
t1] 6 months after app11cat1on. There are some samp]e spec1fic inf]uencés
effecting these results as the program recruiced women to fill affirma-
Tive-action requirements of requesting employers. Thus the data reflect
specf/l program efforts rather than sponfgneous ;ra1nee behav1ors
Summggx | I o X

s ?? In summary it can be/;aid‘toat trainees are more lTikely to be in

S theiriearTy twenties; to ﬂe §ingfe, and‘as likely as not have children.
They are 1ike1y to have/éfen working prior to coming to Inner City for
abouc 5 months. Ma es are Tikely to be high schooi graduates and fema]es_
dropouts at the 11th grade. Tra1nees are likely to havo known about

>

Inner C1ty for about 2-4 mgpths prror to application. '
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- This aspect of the training wnll relate rcspon;n( having to do w1Lh
the trainees*?aacf1ans to tasks and to the supe- “visors. Sjnce there were
nguFF1c19nt number~ for finer ana]ys1s, all fr‘1nees had to rnspond to
a11 superv1sor§ in general. It must therefore be stated that rq]at1ng

these findings to any individual supervisor'ssbehavior would be most ha-

zardous.. The findings are presented as wofﬁ'environments, supervisory be-

haviors and a correlational analysis. - . ' -
. _ : ’ e \
Work Environmment o

.

These are programmat1c questions of a aneral nature and are present-
ed here because quest1ons were d1rected at the production aspect of the
trainees' day. -Table 10 portrays responses to 1nqu1r1es about pofent1a1

‘sources of d;§q\ptent for tra1ne . Pema1n1ng on site means staying in
the assigned production area and rema1n1ng on task refers to pors1stence

at the ass1gned duties. Table 11 reTates to the psychological outcomes

of production.

Table 10 Requirements of Inner CitiﬁMU?t Difficult to Meet by Sex in. Percents

: On. On , t .

Attendance Punctuality Site Task " Total

Male- . 33 » 17 - 17 . 33 100
~ Female, 70 é 10 | 10 10 100
. . : . r=

. r | =16
©  Table 11 Task Satisfaction by Sex in Percents

'BOrTnQ ’ Iﬁterestinq Pass Time . Tatal

| o ' : A,
Male o 36 | 64 . 100
Female 11 21/ 68 w100

o AR
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'Taﬂlu 10 reveals altendance nq-Lhn major issue of concern for over<\
. S . , ~.
2/ 3rds of the females and for T/3rd of Lhe wales. Remaining on Lask 45
a .problem for another 1/3rd of the males. Punctuality does hot seem-a
major'phob1eh though it is very much part of the work day both during the
qay nélwe11 as arriving for work at the . day's beginning. Both groups find
that they aré'abTe to pass the time while performing their duties in a pro-
 p6rt50n of\about(?/3rd5.. Thus while the work is not intgresting, trainees
are preparedjto?do it with regularity tho& that regularity is costly to

¢
women who must preparelg,child as well as’themselves for a 7 am starting

time.

Tl

Supervisor Behaviors

Superwisor behaQiors are examined by general attitudes to all trainees

and pefsona relationships with individual trainees.” Tables 12 and 13

portray persondl supervisory qualities which resutt in general attitudes.

Table‘lz‘ Supervisory Behavior Perceived by Sex in Percents
‘4\\ - Always ‘ Somet imes Never  Total
" Listening _ : | o
Male 53 ., o 35 " 12 100
Female 65" f -- 35 0o 100
Fairness | - .
Male . ) 47 35 - 13 100
Female 70 ' .30 ' 0 100
Table 13 . Perceived Supervisor Strictness by Sex_in Porcénts )
- Not ‘ ~Just : Too
Enough ‘ Enough Much . Tatal
. Male 19 62 19 o 1(%
" Female 18 ° 64 C18 , 100
> . - ,f

[N ]
co
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Table 17 shows that supervisors are sceen as hotbh willing to listen
and fair in the majority of cases, though males are not as strongly sure

of their constant fairpess. While the percentages of "never”™ responses

look significant, th= basis of those responses is a frequency eof 1-2 in-

Aividaals, soma of whom hava baen in tha oquraﬁZ{;gqer thap is usuvally
: 7

B . - 1 e - - - - P
PR R g e m e een o 4= .

- n LT = ot n LT = =

- - . ~

- =oTE s R - . Rt
N = - - P . : _—. s e im = e= i momaw

co#'s th3t supz-osisTos 20T D U3T 3LC0IT =T lagn TtoTUhE AT

This probably shows ackhow]edgement nf the fact that if the #raining is

to have values-the program:must have work discipline.

S/
i , , _ v
Personal supervisory behaviors are shown in a listing of ways super-
' VA

visors have‘been helpful ih'TQb1e 14, feeling of personal,relationships

in Table 15 and quality of feedback e trainees in Table 16. <

Table 14 Ways in Which. Supervisors Have Been Helpful

Services | | - Frequencies
Teaching the Job - | 21
Monitoring Performance ,' 14 .
T Finding Different Tasks 11
Re1a£ing Tasks to Trainéés 20

- Table. 15 'Persona1-Rejationships to Supervisors by Sex in Percents

Usually : Sometimes Seldom Total
Understanding . )
. Male 33 33 33 100*
_ Female 58 4z 0 100
(4Jﬂblpfu]ness ' ‘ _
_ Male 54 33 <7 13 100
Female 78 22 & 0 - 100
: k, 47. | ." * rouﬁding error
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Table 16 Hature or Qup)vvu or/ Peedback by Sox in Percenls
T o LT T

v s ——— -

Negative . PQ§iIJ!P."_k_“_,ufﬁlﬁﬁhef_Jh .. both _____ Total
Male 33 20 o 0 27 100
Female 19 24 9 43 100

‘Fab1e 14 revéals that supervisors mbst frequently are helpfyl in~

traching the job and relating thz different tasks to the end product for
P B T T T I .o e =s

: 3 ) AR ST

jon of supervision Table 15 in examining personal relationships c]oser,

P

portrays males as not feeling very understood thouqh a maJorxty of both

l.

groups feel supervisors are personally helpful, females more strongly than
males. Finally in Tahle 16 we find just under 1/2 of both groups acknovi-

Tedngg that supervisors give both positive and negative feedback and in-

\s1gn1f1cant1y few claim to get no feedback.

: {
Corre]at1ona1 Analysis . - - _ .

In order to see if there were assoc1at1ons bptwepn trainee age, work
experience as measured by months on last job, education or presence of
children and attitudes toward supervisors, correlations were run. Atti-

P e "
tudes toward supervisors were the combined respbnses to questions rela-

tive to supervisors' listening, fairness, strictness, understanding and

helpfulness. Tabﬂé 17 portrays those results.

Table 17 - Correlation of Attitudes Toward Supervisors and- Selected Back-
ground Factors e o
A —_—
Months Years ! Presence
o Last of of
______Age Job Education Children
Attitude | o ,
Towards _ . )
Supervisors .06 -.06 .16 -.17

*a
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Tabslee 17 show. no siqrificant coreelalion. amang any of Lhe variab}os
shbwni- This meang'that thefe }s no justificalion for expectinng arl older,
experienced, educated trainee with children to have any hetfer alttitude
tdward suberviéorg thén any okher trg?;ée. Of eourse tﬁese are trainees
- who do see their sdbe;visors as havfhg é specia1 interest in'being at
~Inner City rather'thaﬂ at 501aroid. Apparently that «edication {g appfe—
ciated. | ‘ '

Summary

; “In summary it may be said that attehdan;e is prob]emmatiéa1 for some
females and that trainges manage to pass the time while doing their tasks.
SuperVisors ére seen as willing to/}ﬁstgn, té be fair and strict>enough;
They have been personally helpful }n teaching Job skills and explaining
relations of jobs to total’production. Females are more likely to feel
understood by supervigors than males but both feel they're helpful. Su-
pervisers are felt to give both negative and positive feedback. Finally
:i?ﬁtudes toward,supervigors are" not explainable by trainéés' age, ex- |

‘ .

rience, education or having children.
- S

N

e

N\

: N
Basic Educational Trainijg ~);; \\i
] ¢ :
Training in basic education will be discussed first in participation
rates, then trainee self assessment of learning, follawed hy examination
‘of teacher behaviors and finally correlayﬁoqé] analysis of attitudes

towards teachers. Caution i5 necessary in viewing these data. ATl

trainees responded to all questions whether or not thay viere enrolled in
< 4

/ 3
' ¢

Participation Rates

Table 18*on the next page portrays the participaﬁion of trainees in

N
basic education clasgses.
v

-
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Table 18 ~__Participation in Rasic Fducation |y Sex in.Perconts
o Attending . Mot Attending e Jotal
Male 71 ! ‘ 29 - 100
Female 65 o . 35 ‘ , 100
\ f' -
‘ Table 18 reveals that about 2/3rds of respondents of both sexes are P

enrolled. While this contrasts with prior male reports of high s?ﬁool
’ Y

graduatioh, fhe reader is camtioned that the figures reported are per-
centages and as the base"number of respondents to/specific questions
shifts, particﬁ]ar]y in the smaller malgloopulation, pe;centage shifts
are 1argef. Teacher enrollment data ary robab]yithe best source for
this information. - | |

Students as Learners

~

This section examines the way in which traiwees assess theniselves

as learners. Table 19 and 20 examine school subjects trainees felt more

need of help in,and of subjects they felt actual growth in.

Table 19 M  Subject Most Heip Needed in by Sex in.Percents

Reading Math ~  Other More than one Total
Male . 39 39 7 15 | 1007
Female 19 ° 50 - 5 35 100

Table 20 Subject Most Growth relt in by Sex_in Percents
Reading Math Both Total

Male 53 27 20 100

Female . 23 71 6 . - 100
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" Table 13 shaws 1 definite clustering of fon 1o need in math, whérnus_
male rospoﬁséslgre divided equally between reading and/@ath. As for per-
/gon11 growth, females feel more growth in their area df_need, math. Males
on the other hand have a definite clustering in reading that exceeded the
stated need. From this it can be concluded thét the female neéd‘is more
frequently math and that results are likely to be felt. With more caution
it could be stated that growth fn reading for males will be felt though
they may not be so likely to admit it as a need perhaps due in part to
social desirability factors. ‘

Another view of student self-assessments of ability is, readiness to

take the GED and a comparison of learning rate to classmates portrayed

in Tables 21 and 22 respectively. | ‘
Table 21 Estimated Months Before Ready For GED by Sex in Percents
— ‘ More than B
Now 1-2 mos. ., - 3-6 6 mos. ‘ MNever Total
: =3 . _ .
Male 11 33 33 ¢ 11 - 12 100
Female 22 48 0 0o 30 100
" Table 22 Learning Rate Compared to Classmates by Sex in‘Percengg'
& — - .
Faster Same Slower ' Total
Male 5, 77 = 8 100

Female 17 78 A 5 100

<

Table 21 shows that 2/3rds of femles feel that thay will be able to
take the GED in two months. This would also be close to tha placement

time for many so that encouragement to take it prior to p]acement is use-

L} ' ) .
ful, objective readiness measures permitting. Malds feel 'that more time

} [}{ﬁis needed. Interestingly 3/4ths of both groups feel their 1earhing rates
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Teachers

-

We appreached from the viewpoint

Questions about teacher behavy
fréquency'of student understanding and freedom to ask quastions reported

-.below in Table 23. Table 24 1ists specific ways in which students re-

1

ported‘téachers helpful.

Table 23 Ability to Understand Classes and Freedom to Ask Teachers
' Questions by Sex in Percenis

—

“Variables Always Sometimes Seldom ” Total
, .
- Understanding . . -
“Male 62 . 38 0 ' 100
Female 63 37 0 - 100
i 1
Questions ! ‘ -
Male 77 15 8 ' 100

Female 67 | 22 | 1 100

_J‘_ 44 :1
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Table 24 MNumpers of Ways in Which Teachers Have Been Hoelpful and Most
e e Medp T e
TR TSI TR LT T L L e i
Melpful ___ Helpfol -
Reading & Math ' 23 19 .
tHome Problems | | .2 2
Job Problems 9 11
Planning Time Use ' 5 5
Planning Future Jobs . 11 Co21
P]anninQ‘Future Education 14 19

N
)

Table 23'shqws that about 3/5ths of all students ai;éys feft able to
understand their classes. In the area of freedom t& ask questions there
was a greater variety of ‘responses with 3/4ths of males and 2/3rds of fe-
males always fee]ing freerm. However there were isoloted instances of
negative response fo;-both males and females. Tahle 24 reveals teachers

being helpful in reading and math and planning far future education. They -

were also most helpful in the same areas with thg addition of planning

future jobs. This speaks to some success in the iif lanning efforts
. 4

of teachers and personnel staff person who had a program of quest speakers
on different career‘bnssibilities. o | Y

Corrclational Analysis

‘The responses in Table 23 were combined to form attitude toward teachers.
These were then correlated with age, work experience as neasured by months
on last job, education and presence of children. Table 25 portrays the

result of this analysis.

1502



Table 25 Correlations of ALtitude Toward Toachoas and Selectod Back-
 qground lactors

o e = NP

lonths on Years of Presence of
Aae Ltast Job  EBduycation ~ Children
Attitude
Toward .
Teacher -.32* -.19 - 53x* -.11
* P .05 | ' ** P .01

3

Age and education siénificantly and nenatively correlated fith attitudes
toward teachers. This means that older trainees and those with more educa-
tion were lggg&_]iké]y to view teachers posftive]y. While these results
are stfong they may simply indicate that those who used it least thought
less of the service available. Clearly there is need here for more defini-
tive and rigorous study.

Summary

In conclusion it can simply be said that a majority of respondents in-

3
<

dicated class understanding and freedom to ask questions. Tcachers were
predictab‘\e]pful in education and educational planning but also in job
planning for the future as well. Negative correlates of attitude toward
teachers were found to be age and education.
Counsel ing
Ways in which counselors céu]d-he useful were examined in Table 26

and the frequency and kind of contacts desirad werg:examined in Table

27. . « .

Ac ESE}; o L
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Tehile 26 Chrepencios ot iy in Uhich g Covipedag Canld ey,
Services o ll'l";'l“_ﬂ'f‘i !(: .
Flucational Plans ' 16 7 % o
Wark Plans 19 o - ;
Personal Problems 7
Resource Peoferrals o 14
Table 27 Preferred Counselor Contacts by Sex in Marcimnts
Weekly - Indiv. As Do Mot
Class Heekly MNeeded ____ Hant " Total
‘Male . 46 46 8 - 0 : 100
Female 6 14 22 BAVAAE 100

N

Table 26 shows counselors were desired For work and cducational
planning. Interestingly very few wanted a counseler for help with personal
problems. The most frequent mode of interaction desirdd ie weekly individu-

= - K

al cogtact though males would equally welcome weokly cltﬁces.>-1héfé seems ;

to be good student support for a counselor on the basis of tHese findingst?iéf

Placement *
‘ ¥ NG
. . . s . 2 .- . .
Placements will be reported as salary anticipation, -location consrdarq%ﬁfj'
_ o - ., FyE
tions and work envirgnmental preferences. " These responses are thought féq%ﬁ:
T . : e wm v e ¥
provide -information helpful to the perconnel and prospectiye cdunseling * ? r
staff. | o S O
Anticipated Salaries - - . - El B S
The expected'garnings are portrayed on’thé'néQI-ﬁﬁqe in Table 28. -
s .#'}.*‘1




Fab e 28 o Anticipaled Intry Salarics hy Sexoin Peveenls

1

_ $100-125  $125-150 S160-175 - S176-200 Jotal
Hale f . 25 25 N4 100
Female 4 48 27 - 26 W0

Table 28 rev;als marked sex differences in salary expectations. 'Medi-
an male salary expected iﬁlabnut $175 and females about $150. - This may
be consistent with diffe;Ent ages and personal responsibilities, but may
also reflect trainee perception of sex discrimination in the marketplace.
It can also be reported that these anticipations are at or below the
level of salaries paid in actual placements.

Work Locations

Y

TabTe 29 below shows both preferred work locations and acceptat’e

ones.
a , | y r
Table 29 Desirability of Hork*{ggg;jgps by Prederences and Acceptances ™
‘-“(‘!’ ] "_' -
- Greater New Out. of
Boston Bosbton  Mass. England New England Total
Prefer ' ' ' _
‘Male , 37 23 12 23 2 100
Female 52 22 2 0 ' ¢ 100
'Accept ' 4 '
" Hate 29 : 12 18 - 23 18 \ 100
Female 40 30 26 A 0 . 100
‘While there is a preferapce for both g?oupé‘tq vierk within_the -
. . . .

.sGrrater Boston area, males are more willing to travel furthé( distances

7/
L

. to ﬁey j@ps. Given the responsibilities the female trainees have for




childeen, yolacance Lo Lrave] bevaond Grealor Boslaon i il ood, Ihr
Findings are consistent with thv actual luxufrnng ol prv'onl Placements
Work Environments

Tables 30 and 3! examine people environments and amount of chunqp de-~

s1red by trainees. ‘ ~
Table 30 Preferred VWork Envirgpmenﬁugglﬂﬁjggngwfgppjg”pzw§gg_in Percents
1-2
Alone Group People . Total K
Male 20 ' - 60 20 » 100
Female 47 24..\ 29 " 100
| . | | |
Table 31/ Amount of Preferred Change in Tasks by Sex in Percents
Constant Little Moderate ’
~ Change -__Change ___Change N Total
Male . 63 3. 6 7 1o ,
. ¢ AV :
Female 36 - - 36 . 28 N ’ 100 -
. S N -

‘Table 30 revea]s more frequent w11]1ngnoss on the part of males to (
(.
--work in groups. Thus 1so]ated tasks would not be congenial to some. male

N ) Y

temperaments. .Femaribrmore fﬁogﬂently deairo working alone thnuqhwmost

: ‘ e : “~ ‘ , : ,

TR AR TS N I RTINS & 3 % ,l"w;_\\. SR S weh AN S
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preferences fema1es 1nd1catnd
-more necessary for male wovkers.
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Sunmary *
- .
the placement date scem Lo show anbLicipaltad salavies of bolweon
$150*$175, not very different from the salaries paid in present placements.
Males are more willing to travel but require working with groups and con-

stant change. Females are less willing to travel and more willing to

work alone. These placement facto#s can be taken into consideration in __~—

designing a career devalopment program.

Trainee Gains and Recornmend\}fgpg-

This séction reports the findings from the open-ended questions pro-

vided trainees on the questionnaire. These questions were to give trainees
an unstructured choice of responses to report what they derived frdﬁ\bhe

program and what recomnéndations they would make for changihg the.pﬁ?gram.

~

The»mdgﬁ“frequent'response to this bpportunity was na response to either
“question in 18 of thé§40 questiohnaires returned. This 15% no response
. o ¢
rate may reflect some trainee ¢ynicism about whet::« r not they would
]

“

be listenéd to. This attitude was expressed in some interviews. For

others it may simply have been a matter of time or unwf]Tingness to express

themsg]ves in writing for (eagons of trust or shame about skill level.
\Neverthejess;,rébognizing hazards in overgeneralizing from the data, Tables

32 and 33 portray trainse reported g&jns and recommen-dations, respectively.

e a L]
Table 32 TraiMe Reported Gains From Program * ‘
| 2 E - :
Gains . - ! Frequencies %
/‘.» [ . » ) - ) ! e

EmﬁTé&menf Opportunity/Understanding . (¢ - T
'"‘EUJEiyioﬁa1 Opportunity | 4 ' Dot

Punctuality Attendance . -3 - ' '

‘Self-understanding ' : . ; ufk, 1 - : . ’ - K

O




Table 33  Iradines Reconmended Program Change; g

2 s . .
Changes e Frequencies

General Reduction of Strictness

Greater Respect fbr Trainees 3
Voluntary QOvertime | 3
Increased Pay ‘ 2
Janitorial Help . _ i 1 -
Increased Strictness -» ' ' 1
Promqtione]“Opportunities to Start v o1
Constant Supervision 1
Open Opportunit;‘tb Attend C]asses 1
- T - AA-;
N

Table 32 above shows trainees to haveymost frequently experienced

employment opportunity as a gdain From the program. Responses included
here varied from pay to opportunity to learn how production enterprises

work. Educational opportunities were a djistant second with mentioning

“ - .

of Tearning math as a frequent specific response. ‘Changes recomnended

in Table 33 have to do moda]]y with a genera] loosening of. the program,

-5

folloyed by increased respect for the adult status of trainees. These

- responses are somewhat contradictory in that during orientation in a
‘ i

] . . ; ' . . 4
group 1nterV1ew, many of the very persons now recommend1ng change indi-

cated positive fee]1ng§ about a training program rUn by m1nor1t1es that

+

was t1ght]y run Apparent]y th1s t1ghtneqs 1s better appreQ1ated as: a
Y

general principle than as 3<spea1f1c personal requ1remenf

—_—

This is not to disregard or 1nva11date traineé demands/?;:’:espect

?.n‘
Tne nonresponses in .part speak to the qame issue. This is clearly an

' 4

iséue worthy of furtﬁer staff/trainee explorat1on in some: gu1ded 1nter-

-._.J- . -t
10ns\

N . 88



SUMNMARY

It can be stated that the mission of the program is met wilh more
success than failure in thé human factors realm. Training in the produc-
tioq area is strong and transferable in the informal work haliits training
and the éFForts of supervisors are wnT% Fhought GF by trainees in this
roqard.- The major production task, however, is least transferable and al-
so not intrinsically rewarding to trainees. Basic edﬁcntion training is
felt to be effecti&e in reading and math, job and educatiﬁnal planning is
perceived- by students as belnq actively pursued by teachers. GED prepara—
tion, however, appears to need both testwnq wh11o in the program and‘/
follow-up educational planning for when trainees Teave Inner City.

Counseling’ as a direct professional function does not exist.: Thé}é
: T T
is career development pursued by some tpache(s and the personnel adminis-
trator. There is also troub%eshoot1ng by the q;\br11 superv1sor and

N\

: 4 ersonne1 adm1n1strat0r Melther, ht wpveFf\c1n1m< proFeSS|ona1 counsel1ng
\

c@Wpetence Students feel the need for weekly |nd1v13n{? and/or class

N

contact with a counselor. . ;

\
Placement was found to be the p}ogram's strength 1in Ekrms of numbers.
~and quality of placements. Student salary expectations'wef& in Tine with
oﬁ-be1ow actual placement figures‘ Wi]1iﬁgﬁéss to trave1, négd for change
antt desire for compan10nsh1p while working appear to be characteristic

male responses, vhile females more often wanted geoqraphically, c]oser

as51qnments, had 1ess need for chanqe “and ‘were more U|111ng tq vork a]one

3

o
Initprms of thp m1ss10n of the program to provide tra1n17q. counseling

and placement it can be sa1d that success was mo-t unequ1voc9b1e in place-

ment fo]]owed by training qu?counso11ng - It was shown adg1t1ona11y that

while evaluation was q.strépgﬁh of the program commun1ca£1on had some .
Yoo R T

Q ' . L .- - T
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probloms,

| inal analysis suquesl. l.l_\.n'l; this IO am has only hesitantly moved in
the direction 2f broad-based development of trainres. This is not to

say that the~program is not competitive‘with its peers in this arca. It

is simply pointed out as asdirection in which it can grow while saving

its real strength in placement and fidelity of program content to-actual

work content. Recomnendations will follow. )
4
{ “
A
1
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e
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prconner AT 0N
[hose rocowmendat fons ave m.\fl.v as a aesult ol ohuereval ions HIEROTIRATIION
and analysis of guastionnaire responses. The evaluator wishes to credit
the fine suggestions and general openness cncountered in Rovkgﬁg responses
to quostions raised. The spirit in-which these rncommnndatigﬁ% are made
is simply that of making .a good proyram better. It is mv.aiﬁ to suqggest
a vay in which Inner City could move from narrow-based job training to broad-

‘based career development for trainees. ' -

1. In product selection it is recomnended that human factors con- AN
siderations enter the necessary calculus for feasibility. These
factors specifically are interest level and teachahility. Re-
presentaﬁcves of a trainee council could take part in the process.

3
o The role of supervisors as trainers and production staff
should be clarified. Workshops on human relations especial-
1y in the motivation attribution area is suguested. This
is to ease.the relationship particularly with male <tudents.
Involvement of management would also be required to give .
credibility to a system reward for gaod training activities.
/

/ . : '

3. Related to the ro$¢jdf supervisors as trainers is a suggest-
ed revised Trainee Yerformance Peview with an additional
page added requiripg a narrative about th® trainees usual

" performance, pote jal and areas needing further develop-

ment. A

4. Education at Inner City can be enhanced by the development
~of an educational self-management system, that would teach
trainees -to either become their own teachers or learn to
'  find the best tcachers for their individual nced® Dis-
cussion within this team facilitated by leader could have - 2
outcomes that would delineate such a pr;329m' o &

5. A Learning Resource Center could also cnhance the cduca-
tional function of the program. This center conld have
reading and math programs utilizing some of the educa-
tional hardware such as the slide and fape systoms comners
cially available.

61 N —
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ot o U cbven could he o given greater el
: qos o ent teadining with the appreapy il vesponed
Liti' for conscquences that this entails. A Lrainee

councti could have vepresentation in neaduct selection,
porssnnal wolection and Appeals Board Heavings, A counse-
1or ¢~uld proctor these ackivibies.
y

™

7. Thora is unanimous agreewent that a profossional Cuuns(‘-
Jor is needed. Such a person could coordinate the aenoral
development of students, select appropriate tosts, find
comnunity resources for follow-up and in short take many
of the supportive duties now burdening the general super-
visor and personnel person,

-

: 8. The arca of Carcer Development, including placement

? counseling, needs development on an immediate basis. This »
is in fact the crux of the program and to leave it a de-
centralized concern is counter-productive. This could
be the full task of a half-time counselor.

9. Career development could be supplemented by fuller per-
sonal development. This would entail exposing students
to experiences that could broaden their own ‘Yives, Examples
would be visits to small claims court, speakers firom =
health and. comnunity advocacy groups and exposurz to
theater and other leisure activities not frequently enjoyad

by trainees.

N

e
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